This study was designed to investigate the correlations between supervisor`s perceived subclinical psychopathy and subordinate`s organizational commitment, overall job satisfaction and particularly satisfaction with his/her supervisor. The results, based on a sample of 153 employees, showed that subordinates working with leaders, who can be de ned as organizational (or industrial, corporate) psychopaths, tended to adopt more negative work attitudes. Supervisor`s perceived subclinical psychopathy had a negative impact on subordinates' job satisfaction, satisfaction with supervisor and their organizational commitment. The paper discusses the results and limitations of the study, and offers suggestions for future research.
Introduction
There have been a number of approaches and psychological theories of psychopathy to illuminate and understand mental disorders, such as psychopathy (Waldman, & Rhee, 2006) . However, one of the most in uential and popular theories of psychopathy was established by Robert Hare (1999 Hare ( , 2003 . R. Hare described psychopathy as a syndrome, a personality disorder marked by a distinctive cluster of behaviors and inferred personality traits, which together create the pro le of a psychopath. According to this theory, psychopathy is de ned as a combination of some core personality traits and antisocial behaviors, including glibness, irresponsibility, impulsivity, manipulation, callousness, lack of emotion, and aggression. R. Hare also developed and validated the Hare Psychopathy Checklist-Revised, an instrument that is widely used on the clinical and forensic samples. The PLC-R scores consist of two factors. The  rst re ects interpersonal and affective personality traits (e.g., manipulation, callousness and shallow affect); the second is related to a chronically unstable and antisocial lifestyle (e.g., criminal versatility, juvenile delinquency and poor behavior controls) (Harris, Rice, & Quinsey, 1994) .
R. Hare's psychopathy theory is well established in the clinical tradition. It describes psychopathy as a combination of inferred personality traits and socially deviant behaviors (Hare, & Neumann, 2006) . It is based on Hervey Milton Cleckley`s conceptualization of psychopathy, who provided the  rst systematic clinical account of psychopathy and identi ed its silent clinical features (Harris, Rice, & Quinsey, 1994) . Clinical psychopaths are usually characterized as having several typical traits and behaviors, most commonly emotional detachment, a lack of conscience, and antisocial behaviors, including irresponsibility, impulsivity and aggression (Gudmundsson, & Southey, 2011) .
Although the vast majority of previous research on psychopathy was based on criminal or clinical samples, in recent years an increased interest in noncriminal psychopathy measured in general population has been observed (Hall, & Benning, 2006) . Researchers distinguished subclinical psychopathy, whose core elements include high impulsivity and thrill-seeking, along with low empathy and anxiety (Paulhus, & Williams, 2002) . It means that subclinical psychopaths are not, qualitatively, different from their clinical counterparts (in the types or kinds of behaviors, affect, interpersonal relationships, and cognitions) in terms of their experiences. Both types, however, do differ quantitatively (in the level, intensity, or frequency) in those patterns of conduct. Clinical psychopathy assumes a speci c pattern of aberrant and dysfunctional behavior, affect, and cognition that affects multiple aspects of an individual's life (work, family and social life). As a result, it turns the individual into a clinically impaired, dysfunctional employee, spouse, parent, and friend. In contrast, the subclinical psychopath is equipped with the same patterns of dysfunctional behavior, affect, and cognition, but the pervasiveness and levels of impaired functioning are not so extreme. For example, whereas the clinical psychopath might make a career only in the criminal environment, the subclinical psychopath is likely to pursue less extreme and less frequent forms of antisocial behavior, functioning equally successfully in the family, social or work sphere (Lebreton, Binning, & Adorno, 2006) . Clinical or criminal psychopathy is, in this view, seen as an extreme expression of normally distributed personality traits, of which some people have less, and some people-more. Such an view of subclinical psychopathy, which is described as a subclinical form of psychopathy, can be explained by dint of a continuum model of personality (Pethman, & Erlandssen, 2002) .
A large body of research that exists on the topic of psychopathy on non-institutionalized samples has found that there is evidence for diverse expressions of psychopathic traits across populations and that psychopathy is a dimensional construct. Researchers have identi ed successful psychopaths as lacking a criminal history in the general population (Falkenbach, Poythress, & Creevy, 2008) . As a result, subclinical psychopaths are sometimes described in the literature as noncriminal, nonforensic, or noninstitutionalized psychopaths. However, James Lebreton, John Binning, and Anthony Adorno (2006) recommend to use only of the terms, namely, subclinical psychopath, to avoid confusion. They justify their choice by claiming that the designation noncriminal psychopaths could refer to clinical psychopaths who have managed to avoid incarceration or who have no criminal record; alternatively, it could refer to individuals who display a pattern of behavior that is in some speci c way "less severe" than their clinical counterparts. Latest research indicates that, unlike the current successful psychopaths, prototy-pical psychopaths are characterized by a high level of irresponsibility, impulsivity, and negligence (Mullins-Sweatt, Glover, Dere nko, Miller, & Widiger, 2010) .
Considering the clinical aspect of psychopathy (or psychopathic personality) and research concerning subclinical psychopathy, Christopher Patrick formulated an alternative theory of psychopathy. He proposed an integrative, tripartite model of psychopathy by distinguishing three phenotypic components of subclinical psychopathy: disinhibition, boldness and meanness. The  rst construct, disinhibition, re ects a general propensity toward impulse control problems, including carefree nonplanfulness, failure to delay grati cation, irresponsibility, reactive angry emotionality, and de cient behavioral constraint. Boldness, on the other hand, represents the nexus of social dominance, low stress reactivity, and thrill-adventure seeking/ fearlessness. It can be traced back to H. M. Cleckley's and David Lykken's descriptions of psychopathy. Finally, meanness is de ned as aggressive resource seeking without regard for others ("dysaf iated agency") and can be best characterized as a phenotypic manifestation of reduced empathic responding, callousness, exploitativeness, empowerment through cruelty, inability to form close attachments with others, and excitement seeking. These three phenotypic constructs are the key to understanding psychopathy in its varying manifestations: criminal and noncriminal; primary and secondary; stable and aggressive; unsuccessful and successful (Patrick, Fowles, & Krueger, 2009; Sellbom, & Phillips, 2012) . The present study makes use of C. Patrick`s conceptualization of psychopathy.
The corporate psychopath
The adaptation of psychopathy to the subclinical sphere is not a novelty. In 1941, H. M. Cleckley (1988) published a classic monograph Mask of Sanity, in which he established a set of diagnostic criteria for psychopathy and proposed an etiological model of the disorder. The book also referred to incomplete manifestations or symptoms of the disorder. H. M. Cleckley presents case studies of psychopathic individuals who managed to achieve and maintain successful functioning in the community (e.g., as businessmen, scientists, physicians, psychiatrists). He views such "successful" cases as alternative manifestations of the same underlying pathology, which means that the ability to function successfully within society indicates a subclinical condition (Patrick, 2006) .
Since the publication in 2003 of Paul Babiak and Robert Hare`s book Snakes in Suits: When Psychopaths go to Work, there has been growing interest in the phenomenon of successful "corporate psychopaths", or psychopathic individuals functioning in the work environment. A successful corporate psychopath have also been called, on the one hand, an executive, industrial or organizational psychopath, and organizational sociopath, on the other. That kind of psychopath is usually de ned as a psychopath who works and acts within an organizational area and exhibits a subclinical manifestation of psychopathic traits. The corporate psychopath has not been incarcerated in the judicial or mental health systems, and is more likely to engage in manipulative and antisocial behavior (Gudmundsson, & Southey, 2011; Boddy, 2011) .
These organizational psychopaths can be extremely destructive to the organizations for which they work. They may be responsible for and involved in many breaches of law, including accounting fraud and stock manipulation. Moreover, they are able to present themselves as desirable employees and are easily able to obtain managerial positions in organizations. Without the inhibiting effect of their conscience, they are capable of ruthlessly charming, lying and manipulating their supervisors and coworkers in order to work their way up through an organizational hierarchy in pursuit of their main aims of power, wealth and status (Boddy, 2006; Babiak, & Hare, 2006; Boddy, 2010) . Recent research indicates that they are also poorly organized managers who have a negative impact on many different areas of organizational effectiveness and productivity (Babiak, 2007; Boddy, 2011) . The consequences of industrial psychopathic behavior (especially on managerial positions) are extreme, both  nancially (for the organizations) and emotionally (for their coworkers and subordinates). It thus seems important to understand this dark side of leadership (Gudmundsson, & Southey, 2011) .
Job satisfaction
The traditional de nition of job satisfaction was proposed by Edwin Locke (1976 Locke ( , p. 1304 , who in his Handbook of Industrial Psychology described job satisfaction as "a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences". Such an understanding of job satisfaction as a social attitude is most commonly used in organizational research (Judge, & Klinger, 2007) and re ects the importance of both affect, or feeling, and cognition, or thinking. Cognition and affect are linked both in our psychology and even in our biology. Thus, both thinking and feeling are crucial when evaluating our jobs (Saari, & Judge, 2004) .
The distinction between cognitive and affective aspects of job satisfaction is widely accepted in the literature. Howard Weiss (2002) points out that attitudes as evaluative judgments about objects are important and might be easily measured with descriptive scales. However, the positive and negative moods, as well as emotions and affects connected with job, are conceptually distinct from evaluation concerning job. As a result, using the same measures to assess cognitive judgments and affects, we can misunderstood what we are assessing while measuring job satisfaction.
In this study we distinguish cognitive and affective aspects of job satisfaction, using two separate instruments to measure the level of subjective satisfaction at work. Furthermore, we assess both overall job satisfaction and particularly satisfaction with subordinates. This attitude is consistent with the most typical conceptualization of job satisfaction in empirical papers as a global concept that is comprised of, or indicated by, various facets, including: pay, promotions, coworkers, supervision, and the work itself. Researchers also consider job satisfaction in terms of its extrinsic and intrinsic elements. For example, pay and promotions are considered extrinsic factors and coworkers, supervision, and the work itself are considered intrinsic factors (Judge, & Klinger, 2007) .
Organizational commitment
Organizational commitment is the second most popular (after job satisfaction) work attitude in the literature (Jachnis, 2008) . It denotes the attachment of employees to the organization and is differentiated from job involvement, with the former referring to the individual's level of psychological identi cation with the speci c job in which he or she is engaged. These two forms of work commitment may interact in the prediction of job-related outcomes, but it has been pointed out that job involvement shows higher associations with performance, while organizational commitment is more related to other variables, such as absence and turnover. Recent studies in the  eld of work and organizational psychology have drawn distinctions between various dimensions of organizational commitment (O'Driscoll, & Randall, 1999) . Also, it has been proposed that commitment can take up different forms, and that the antecedents, consequences, and correlates of every form will be somewhat different .
One of the most popular theoretical approaches to organizational commitment is John Meyer and Natalie Allen's (1991) Three-Component Model. Their framework assumes that organizational commitment is treated as a multidimensional construct. J. Meyer and N. Allen (1991, p. 67 ) de ne organizational commitment as "a psychological state that characterizes the employee`s relationship with the organization, and has implications for the decision to continue or discontinue membership in the organization". The scholars distinguish three separate components of organizational commitment: affective, continuance, and normative commitment. Affective commitment is de ned as an employee`s emotional attachment to, identi cation with, and involvement in the organization. Continuance commitment is understood as an awareness of costs associated with leaving the organization. Finally, normative commitment can be described as a sense of duty to maintain employment.
Further research indicates that the three forms of commitment are related. Simultaneously, they are distinguishable from one another as well as from job satisfaction, job involvement, and occupational commitment (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002) . It has been proved that affective and continuance commitment should be differentiated, both theoretically and empirically. These two components of organizational commitment have distinct underlying foundations. In the vast majority of research, there has been observed a near-zero correlation between them (O'Driscoll, & Randall, 1999) . However, the recent empirical criticism on the Three-Component Model of Organizational Commitment concentrates on the position of continuance commitment as a dimension of the overall commitment construct. Continuance commitment slightly negatively or not at all correlates with affective commitment, important affective or attitudinal correlates, and work-related outcome variables, such as organizational citizenship behaviors and job performance. Moreover, in different studies normative commitment has consistently been found to correlate very strongly with affective commitment. As a result, it is hard to separate normative commitment from affective commitment empirically (Solinger, van Olffen, & Roe, 2008) . In the present study we took into account previous results concerning the relations and differences between continuance, normative and affec-tive commitment. Our hypothesis was that supervisor`s perceived organizational psychopathy would be related to affective and normative commitment, but not to continuance component of the Three-Component Model.
Research method

Purpose and hypotheses
The purpose of the present study is to examine the in uence of supervisor`s perceived subclinical psychopathy on subordinate`s job satisfaction, satisfaction with supervisor and affective, continuance, and normative commitment to the organization by measuring the work attitudes and perception of manager`s personality traits among employees. During the study the subordinates expressed their personal, subjective opinions about their supervisors.
The expected relationship between supervisor`s subclinical psychopathy and employee`s organization commitment and job satisfaction is based on research carried out in numerous previous studies concerning the perception of leadership and employee`s work attitudes (e.g., Lok, & Craford, 1999; Lok, & Craford, 2001; Dirks, & Ferrin, 2002; Lok, & Craford, 2004) . According to these  ndings, those who perceive their superiors as adopting consultative or participative leadership styles are more committed to their organizations, more satis ed with their jobs, and their performance is higher (Yousef, 2000) . The results of research conducted by Soonhee Kim (2002) show that managers' use of a participative management style and employees' perceptions of participative strategic planning processes are positively correlated with employees' job satisfaction. Other  ndings indicated a strong relationship between supervisors' task and relational leadership styles and job satisfaction (Madlock, 2008) . Also, it has been suggested that employees' perception of their level of empowerment are strongly related to their evaluations of job satisfaction and organizational commitment (Wu, & Short, 1996 , Liden, & Wayne, Sparrowe, 2000 .
However, previous research suggested that the leadership style of industrial psychopaths is negatively perceived by their subordinates. Paul Babiak, Craig Neumann and Robert Hare (2010) pointed out, that psychopathy is strongly correlated with poor management style, failure to act as a team player, and poor performance appraisals, rated by immediate bosses. Moreover, according to further studies psychopathy positively correlated with passive management-by-exception and laissez-faire, and, at the same time, negatively correlates with individual consideration (Westerlaken, & Woods, 2013) . These results indicate that organizational psychopaths on managerial positions might prefer a less participative leadership style and support empowerment in the workplace. Also, it has been suggested that the presence of managers who are classi ed as industrial psychopaths negatively affects a corporation's levels of perceived corporate social responsibility, good communications and employees` commitment. Simultaneously, the levels of con ict and organizational constraints go up (Boddy, 2012) , which can lower an employee`s job satisfaction.
Below are speci c hypotheses to be tested in the study :
Hypothesis 1: Perceived supervisor`s subclinical psychopathy is negatively related to subordinate`s job satisfaction, both in its cognitive and affective aspect.
We have decided to distinguish two separate aspects of job satisfaction, which re ects the most widely methods used in measuring this variable in organizational behavior. One refers to the cognitive component of this work attitude. It is de ned as a positive or negative judgment one makes about one`s job or job situation. We also measured the affective component of job satisfaction, which is related to the positive or negative feelings, moods and emotions of an employee (Zalewska, 2001) . As a result, we assumed that supervisors` subclinical psychopathy is negatively related to the positive mood at work, and, simultaneously, is positively correlated with the negative mood in the work environment.
Previous research indicates that psychopathy in the organizational environment is positively associated with workplace aggression and counterproductive behavior, unethical decision-making and white-collar crimes (Smith, Lilienfeld, 2013) . Clive Boddy (2006) suggested that organisational psychopaths may be responsible for many breaches of law, including accounting fraud and stock manipulation. Moreover, their harmful and unethical behaviour, including manipulation, bullying and unfair supervision, may be directed toward their subordinates and co-workers (Boddy, 2010; Boddy, 2011) , which, in turn, may affect employees` overall job satisfaction.
Hypothesis 2: Supervisor`s perceived subclinical psychopathy is negatively related to subordinate`s particularly satisfaction with supervisor.
In the study we distinguished one of the facets of job satisfaction, namely, employee satisfaction with supervisor. In doing so, the study follows the discussion in the  eld of work and organizational psychology of the relationship between overall satisfaction and facet satisfaction. According to Howard Weiss (2002) , there are some discriminable objects in the work environment that we evaluate. They re ect different aspects of our work experience, for instance, relations with supervisor or co-workers.
Previous research indicates that the presence of corporate psychopaths in a workplace to a great degree correlates with bullying and employees` perceptions of unfair and disinterested supervision (Boddy, 2010) . Corporate psychopaths are also described as unethical decisions-makers (Stevens, Deuling, & Armenakis, 2011) . In consequence, an executive who has a high level of subclinical psychopathy may be perceived as less participative and supportive, which, in turn, causes his/her employees to feel much less satis ed with their supervisor.
Hypothesis 3: Supervisor`s perceived subclinical psychopathy is negatively related to subordinate`s overall organizational commitment and affective and normative commitment, but not to continuance commitment.
The assumption that there is no signi cant correlation between perceived supervisor`s subclinical psychopathy and employee`s continuance commitment stems from the analysis of J. Meyer and N. Allen's Three-Component Model of Organizational Commitment. Continuance commitment is more calculative than affective and normative commitment. It is determined by perceived costs and bene ts of organizational membership, and re ects the tendency to remain in the orga-nization resulting from a recognition of the costs associated with its termination (Meyer, & Allen, 1991) . As a result, continuance commitment is contingent on external, situational conditions of a workplace environment rather than on internal factors, including personality traits of an executive, i.e. subclinical psychopathy.
Most previous studies on corporate psychopaths, have highlighted the negative in uence of corporate psychopaths on their organizational environment, subordinates and co-workers (e.g., Babiak, 1995; Boddy, 2006; Babiak, Neumann, & Hare, 2010; Mullins-Sweatt , Glover, Dere nko, Miller, & Widiger, 2010) . The research conducted by Clive Boddy, Richard Ladyshewsky and Peter Galvin (2010) has evinced a strong negative in uence that the presence of corporate psychopaths has both on the perception of corporate social responsibility and on organizational commitment to employees within organizations. Moreover, employees working under industrial psychopaths felt that they did not receive due recognition for doing a good job, that their work was not appreciated and that their efforts were not properly rewarded. It goes without saying that the presence of corporate psychopaths in an organization can negatively affect commitment and identi cation with organization. Also, when corporate psychopaths are present in a work environment, the level of bullying is signi cantly greater and supervisors are regarded as being unfair to employees and indifferent to their feelings (Boddy, 2010) , which, in turn, can result in lower organizational commitment and job satisfaction.
Measures
Five reliable scales (or subscales) have been used for our survey. These included Triarchic Psychopathy Measure (TriPM) by Christopher Patrick, Life Satisfaction Questionnaire, Job Affect Scale, Job Satisfaction Questionnaire by Oswald Neuberger and Mechthild Allerbeck, Organizational Commitment Scales (OCS) by John Meyer and Natalie Allen. Coef cient alpha Cronbach reliability estimates for this study are shown in Table 2 .
Subclinical psychopathy. We measured leaders` subclinical psychopathy as perceived by subordinates using the Triarchic Psychopathy Measure (TriPM), which is based on C. Patrick`s triarchic conceptualization of psychopathy (Patrick, 2010) . The TriPM is a 58-item self-report measure of psychopathy. It consists of three scales that capture distinct constructs of Meanness (19 items), Boldness (19 items), and Disinhibition (20 items). On a 4-point, Likert-type scale respondents decide to what degree of the listed personal characteristics apply to them (mostly false, false, mostly true, true) (Stanley, Wygant, & Sellbom, 2012) .
Job satisfaction. Using two different scales, we measured two aspects of job satisfaction (cognitive and affective).
We assessed the cognitive aspect of job satisfaction on the subscale of Life Satisfaction Questionnaire FLZ (Fragebogen zur Lebenszufriedenheit), formulated by Jochen Fahrenberg, Michael Myrtek, Jőrg Schumacher and Elmar Brahler, and translated into Polish by Jan Chodkiewicz (2009) . The FLZ questionnaire is a 70-item instrument designed to measure global life satisfaction. It can also be used to assess life satisfaction in ten separate  elds, including health, professional life,  nancial situation, leisure and hobbies, marriage/partnership, relationship to one's own children, self-esteem, sexuality, social life, and living situation. In the present study, we used the `Professional life` scale to evaluate one`s cognitive judgments of job satisfaction. Respondents were asked to evaluate given statements on a 7-point Likert scale, ranging from "Extremely satis ed" to "Extremely dissatis ed."
We measured the affective aspect of job satisfaction on the 12-item version of Job Affect Scale (JAS). This instrument is commonly used and widely recognized as a tool to measure the degree of positive and negative mood in the workplace. In the study for each statement employee indicated how the respondents felt during the past month on a scale that ranged from "very slightly or not at all" (1) to "extremely" (5). To measure positive affects at work, we used six items: active, strong, enthusiastic, peppy, elated, sluggish (reverse scored). We measured the level of negative mood using the six items from JAS, including: distressed, scornful hostile, fearful, at rest (reverse scored), nervous, jittery (Madjar, Oldham, & Pratt, 2002) .
Satisfaction with supervisor.
To measure this type of satisfaction, we used one of the scales from Job Satisfaction Questionnaire by Oswald Neuberger and Mechthild Allerbeck, which was translated into Polish by Anna Zalewska (2001) . The scale, called "Supervision/Supervisor", is comprised of 12 statements that describe the immediate supervisor of the respondent. Each statement is rated on a 4-point, descriptive scale (mostly false, false, mostly true, true). The instrument can also be used to measure the total satisfaction of a manager on a graphical, facial scale.
Organizational commitment. To measure commitment we used the Organizational Commitment Scales (OCS), which was designed by Natalie Allen and John Meyer and adapted into Polish by Augustyn Bańka, Agata Wołoska and Róża Bazińska (2002). In its  rst version, it is made up of the 8-item Affective (ACS), Continuance (CCS), and Normative (NCS) Commitment Scales and is utilized to measure the three dimensions of organizational commitment identi ed by N. Allen and J. Meyer (1990) : affective, continuance, and normative. Affective commitment re ects employees' emotional attachment to, identi cation with, and involvement in, the organization. Continuance commitment involves a recognition of the costs associated with leaving the organization. The third form of organizational commitment, normative commitment, stands for employees' feelings of obligation to remain with the organization . The authors of the Organizational Commitment Scales, N. Allen and J. Meyer (1996) , provided clear evidence for the satisfactory validity of these measures. The Polish version of the Organizational Commitment Scales (OCS) contains 18 forced-choice items. Each form of organizational commitment (affective, continuance, and normative) is measured by six items. All responses are measured on a 7-point Likert scale, ranging from "I strongly disagree" to "I strongly agree." The Polish version of OCS has satisfactory psychometric characteristics. Its three scales showed satisfactory internal consistency (from .84 to .77) as well as validity (Bańka, Wołoska, Bazińska, 2002) .
Procedure
The questionnaire included demographic information and measures of how the participants perceived leaders` subclinical psychopathy affects their organizational commitment, job satisfaction and satisfaction with supervisor. In the study the employees were asked whether they could perceive any symptoms of their supervisor`s subclinical psychopathy. We modi ed the instructions in the Christopher Patrick`s Triarchic Psychopathy Measure (TriPM). The respondents were asked to evaluate how well each statement included in the questionnaire re ected the behaviors of their managers or to choose the option that best describes their supervisor. We also adopted some statements in TriPM, e.g. in the  rst statement we used the phrase "He (she)`s optimistic more often than not." instead "I'm optimistic more often than not."
We conducted a pilot study based on 12 returned questionnaires. It includes questions that ask about the opinions of competent judges, who evaluated the clarity of instructions and each of the questions included in the questionnaire. The results of the pilot study showed that only a few changes were necessary for the questionnaire to be used in the main study. It occurs that all participants had no dif culties in understanding the instructions and questions included in the questionnaire.
For our main study, we used snowball sampling, which is a non-probability sampling technique used to gather information from a speci c population. Each participant had to meet two criteria required by the study protocol: they must have an employment status and work under at least one immediate supervisor. Data were being collected over a 6-week period (in March and April 2012) from employees living in the Silesia province in Poland. Copies of the survey were sent off to 30 employees by email, and 140 questionnaires were distributed in paper form. 156 questionnaires were recovered, and 153 fully completed and used in the  nal data analysis, which gave the response rate of 91.76 percent. The participation in the study was voluntary. All employees were granted anonymity. This information was also provided together with the instructions attached to the study. The  nal survey consisted of two parts. The  rst one, entitled "Your supervisor", concerned perceived subclinical psychopathy of the manager. The respondents were asked to evaluate how their executive would behave or what he would think in a given situation. In the second part of the survey the participants were asked to describe the level of their job satisfaction, satisfaction with executive and organizational commitment.
Sample
The  nal sample consisted of 153 employees working in different sectors and branches. All research participants were employed and had at least one immediate supervisor. 45 of them were male (29.41%) and 108 female (70.59%) aged 19-60. The mean age of the sample was 33. The majority of respondents (50.33%) were between 19 and 30. They came from a wide variety of industries (telecommunications, accounting, banking, education, retail and others). We observed the variability of the respondents` hierarchical level. The vast majority of employees (77.12%) held non-executive positions. Other respondents were junior executives (19.61%) and senior executives (3.27%). The average work experience was 11 years, ranging from 2 months to 40 years. The majority of participants were married (59.17%), 33.22 percent were single and 2.61 percent divorced. A demographic structure of the sample is presented in Table 1 . The respondents were also asked to evaluate how well they knew their subordinates on the 5-piont, Lykert-type scale. 130 of them (84.97%) declared that they know their subordinates well. Only 16 respondents (10.46%) described their familiarity with their manager as neither good or bad. Six employees assessed it as very bad, and only one as very good.
Results
All statistical analyses were conducted using the STATISTICA program, version 10. To examine the relationship between perceived leader subclinical psychopathy and employee work attitudes, such as organizational commitment, job satisfaction and satisfaction with executive, several analyses were conducted. Descriptive statistics and reliability analyses were conducted on all study variables. Correlations between the major variables of the study were calculated. Regression analyses were used to examine the extent to which the respondents' work attitudes, such as organisational commitment and job satisfaction, can be predicted from the perceived leaders` subclinical psychopathy.
Descriptive results
In the study, we calculated Cronbach alpha reliability estimates for each scale used in the study and descriptive measures, such as arithmetic mean, standard deviation, skewness and kurtosis. Coef cient Cronbach alpha reliability estimates, descriptive results and results of Kolomogorow-Smirnov test for normality obtained in the study are reported in Table 2 . The Cronbach alpha reliability estimates presented in Table 2 for subclinical psychopathy, job satisfaction and organizational commitment variables demonstrated satisfactory reliability. Cronbach's coef cient alpha for all scales (except for Normative Commitment Scale) was more than 0.7. The reliability estimates are also generally comparable in magnitude with the values found in previous studies dealing with work attitudes and subclinical psychopathy (Bańka, Wołoska, & Bazińska, 2002) .
The mean value for the cognitive aspect of job satisfaction was lower in the present study than in Jan Chodkiewicz`s study (2002) . It means that the study respondents were less satis ed with their job than the employees from Polish general population. A similar tendency has been observed in relation to supervisor satisfaction, which was measured on a 1-item graphical scale (Zalewska, 2001) , and organizational commitment (Bańka, Wołoska, & Bazińska, 2002) .
The skewness analysis showed that variables such as boldness, satisfaction from supervisor, organizational commitment, cognitive aspect of job satisfaction and positive feelings toward job had right skewed distribution. The kurtosis analysis indicated that the majority of variables have a sharper or  atter distribution than a normal distribution. We also conducted a nonparametric KolmogorovSmirnov test to verify the normality of variables` distribution. The distribution analysis showed that only boldness, overall organizational commitment and continuance commitment had a normal distribution.
Correlations
To test the formulated hypotheses, we conducted correlation analyses. We used Spearman's rank correlation coef cient, one of the most popular nonparametric measure of statistical dependence between two variables, because the majority of variables do not have a normal distribution. The correlations amongst the main variables in the study are shown in Table 3 . We found relatively low negative correlations of less than 0.30 between a supervisor`s meanness and his/her overall, normative and affective commitment. There was no signi cant correlation between the supervisor`s subclinical psychopathy and continuance commitment. It partially con rms Hypothesis 1, according to which the supervisor`s perceived subclinical psychopathy is negatively related to the subordinate`s overall organizational commitment and its two forms -affective and normative commitment, but not to continuance commitment.
The results presented in Table 3 indicated that the strongest correlations occurred between overall perceived supervisor`s subclinical psychopathy (and its two dimensions -meanness and disinhibition) and facet satisfaction with manager. We noted a weak positive link between bold leadership and employee satisfaction with manager (r=0.33 for descriptive scale, and r=0.29 for graphical scale), which was incompatible with our predictions. The results of the study partially con rm hypothesis 2, according to which perceived supervisor`s subclinical psychopathy is negatively related to subordinate`s satisfaction with supervisor.
As expected, we con rmed hypothesis 3, according to which perceived supervisor`s subclinical psychopathy will be negatively related to subordinate`s job satisfaction, both in terms of its cognitive and affective aspect. Correlations ranging from -0.165 to -0.454 were observed between supervisor`s overall subclinical psychopathy, boldness, meanness, disinhibition and employee job satisfaction measured in the cognitive aspect. The negative correlation of bold leadership with the cognitive aspect of job satisfaction was small, but statistically signi cant. We also noted that perceived supervisors` subclinical psychopathy, meanness and disinhibition were negatively related to positive mood at work, and positively to negative mood in the work environment. There was no statistically signi cant correlation between manager`s boldness and affective aspect of employee`s job satisfaction.
The correlation analysis con rmed hypothesis 3, and partially validated hypothesis 1 and 2. More importantly, these  ndings point to a connection between perceived leader`s subclinical psychopathy and employee`s organizational commitment, job satisfaction and satisfaction with supervisor.
Regression analyses
Regression analysis was used to evaluate the in uence of a leader`s perceived subclinical psychopathy on organizational commitment of subordinates, their overall job satisfaction and facet satisfaction from supervisor. In other words, regression analysis was used to investigate the prediction of job satisfaction, satisfaction with supervisor and organizational commitment on the basis of the perceived supervisor`s subclinical psychopathy and its dimensions. Table  4 presents the simple linear regression models for the prediction of employee work attitudes. In all presented regression equations, we used perceived supervisor`s subclinical psychopathy as a predictor of subordinate employees' work attitudes. The variable referring to manager`s personality trait has no signi cant effect only on employee`s continuance commitment (p=0.445). This result correspondents with the previous analysis of the construct of organizational commitment and con- rms hypothesis 3. Interactions between leadership personality variable on overall organizational commitment and its two dimensions -normative and affective commitment -were statistically signi cant (p<0.01). However, the explanatory variable -perceived supervisor`s subclinical psychopathy -explains only a small percentage of the variance of employee`s organizational, normative and affective commitment (respectively, 3.7%, 3.3% and 6.3%).
We noted a similar, yet not identical, pattern of results in the regression equations for the prediction of job satisfaction. The supervisor`s perceived subclinical psychopathy had a signi cant negative effect on the cognitive component of job satisfaction (corrected R 2 =0.146, p<0.01), indicating that 14.6% variance of the dependable variable (cognitive aspect of job satisfaction) can be accounted for the explanatory variable -leader`s subclinical psychopathy. Interactions between supervisor`s perceived subclinical psychopathy and affective component of subordinate`s job satisfaction were also signi cant. They con rmed hypothesis 1. An examination of models 6 and 7 shows a statistically signi cant positive effect for the explanatory variable on negative mood in the workplace and negative effect on positive mood at work.
The leadership personality variable had also a signi cant negative effect on employee satisfaction with supervisor, con rming hypothesis 2 and indicating that people subordinated to industrial psychopaths report lower levels of facet satisfaction. The corrected R 2 for the sample indicates that the effect of perceived leader`s subclinical psychopathy was stronger (more negative) when satisfaction with supervisor in particular was measured by means of a descriptive scale instead of the 1-item, graphical one. More speci cally, the  ndings indicated that the supervisor`s psychopathy accounted for 46.4% of the variance in subordinate satisfaction from supervisor measured on the descriptive scale and 29.2% assessed on the graphical scale.
Discussion
The in uence of the presence of organizational psychopath on employee work attitudes has not been investigated so far. Based on a sample of 153 employees, the present study aimed to examine the effect of corporate subclinical psychopathy on employees' organizational commitment, their overall job satisfaction and, most importantly, satisfaction with supervisor. The results revealed the statistically signi cant negative effect of the leadership personality variable on employees' work attitudes. This is consistent with previous studies, indicating a strong link between a leadership style, job satisfaction and organizational commitment (Lok, & Crawford, 1999; Yousef, 2000; Dirks, & Ferrin, 2002; Lok, & Crawford, 2004) and suggesting that the presence of corporate psychopaths negatively affects employees` work attitudes, such as organizational commitment and job satisfaction (Babiak, 1995; Boddy, 2005; Boddy, 2010; Boddy, 2012) .
The results of the present study showed that it is satisfaction with supervisor rather than the cognitive and affective components of overall job satisfaction that is more determined by the leadership personality trait variable. The correlation and regression analysis indicated that perceived subclinical psychopathy of supervisors and its two dimensions (meanness and disinhibition) were strongly linked to satisfaction with supervisor. The observation suggests that leader`s subclinical psychopathy plays an important role as an antecedent of satisfaction with manager and affects the level of overall job satisfaction. These  ndings are consistent with the results of previous research, indicating that executive`s personality traits and behaviors can in uence job satisfaction of their followers (Podsakoff, MacKenzie, Moorman, & Fetter, 1990) .
As predicted, we also noted a negative effect of supervisor`s perceived subclinical psychopathy on normative and affective commitment, but discerned no signi cant correlation with continuance commitment. These  ndings support Hypothesis 1. However, one of the dimensions of subclinical psychopathy attributed to leaders, boldness, had no signi cant effect on organizational commitment and the affective aspect of job satisfaction. It is also interesting to note the statistically signi cant positive correlation between bold supervisors and satisfaction with manager. Although these results seem to refute the hypothesizes, they may indicate that boldness re ects a "bright side" of industrial psychopaths. Boldness entails a capacity to remain calm and focused in situations involving pressure or threat, an ability to recover quickly from stressful events, high self-assurance and social ef cacy, and a tolerance for unfamiliarity and danger (Patrick, 2009 ). In the organizational environment (e.g., during business negotiations), some level of leader`s hardiness and fearless social dominance can be positively evaluated.
On the other hand, the subordinates, supervisors and co-workers of organizational psychopaths can easily mistake psychopathic traits for speci c leadership traits. For example, those traits that re ect a severe lack of human feelings or emotional poverty (lack of remorse and empathy) can be put into service by corporate psychopaths, where being ''tough'' or ''strong'' (making unpopular decisions) or ''cool under  re'' (not displaying emotions in the face of unpleasant circumstances) can work in their favor (Babiak, Neumann, & Hare, 2010) . As a result, boldness can be confused with resilience or hardiness. This issue could be further investigated.
Nevertheless, this study is not free of potential limitations. One concern is connected with the structure of the sample, in which women dominated (over 70% of respondents). We decided not to analyze sex differences in job satisfaction and organizational commitment, although the previous research suggested the moderating role of gender on work attitudes (Boles, Wood, & Johnson, 2003; Jachnis, 2008) . Also, the respondents worked in different branches of industry and held different positions, therefore it was dif cult to conduct the analysis indicating differences in work attitudes between employees working in different sectors. It would be, however, interesting to investigate the effect of the additional, demographic variables (such as gender, tenure, age, education) on organizational commitment and job satisfaction. Moreover, Clive Boddy (2011) pointed out that the theory of corporate psychopath is relatively new and it still requires improvement and further research. Especially, research on leadership personality traits such as the Big Five factor would ensure a better understanding of the nature of subclinical psychopathy. It would be bene cial to examine whether the dark triad of personality (comprising supervisor`s Machiavellianism, subclinical psychopathy and subclinical narcissism) affects employees` work attitudes.
In conclusion, the present study constituted an attempt to examine the effects of supervisor`s subclinical psychopathy on organizational commitment, overall job satisfaction and, especially, satisfaction with manager. Our  ndings indicated some interesting topics for future research in the  eld of work and organizational psychology, including the relation between leader`s Machiavellianism, subclinical psychopathy, and subclinical narcissism with employee`s work attitudes. The regression and correlation analysis con rmed that supervisor`s subclinical psychopathy can be treated as one of the organizational antecedents of overall job satisfaction, satisfaction with manager and organizational commitment.
